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Rewards and Recognition to Engage Private Bank Employees: 
Exploring the ‘Obligation Dimension’ 

Introduction 

The world of work is changing at a very rapid pace. With work itself acquiring global status, 
outsourcing getting accepted as a common business practice and diversity of workforce gaining 
grounds, organizations are being exposed to a serious problem, namely that of attrition. Quitting 
an organization by an employee is not only a professional setback, but is also a source of 
disruption of the social life within the organization (Ghosh et al. 2013). Another diametrically 
opposite phenomenon that has become commonplace in response to factors like global 
competition and scarce and costly resources is organizational restructuring, which has changed 
the traditional employment contract and the resultant expectations of reciprocity (Vance 2006). 

Be it attrition or restructuring, having an engaged workforce has become a viable strategy 
for any organization. Engagement brings with itself a number of advantages. It enables an 
organization to attain better performance (Cameron 2005), competitive advantage, higher 
productivity and lower employee turnover (Vance 2006). Engagement enhances customer 
satisfaction, company reputation and overall stakeholder value (Lockwood 2007). Companies 
which can gauge the conditions that would enhance engagement of their employees are able to 
accomplish something that would be difficult for their competitors to imitate (Macey and 
Schneider 2008). 

Banks are dominant players in India’s financial system, and performance of the banking 
sector is reflective of the growth pattern of the economy as a whole. In a period in which 
macroeconomic environment of the country is facing challenges and credit costs are on the rise, 
Indian banks have adopted cost-control measures like optimization of salary and usage of 
technology. Human resource is expected to help the sector leverage factors like growing 
disposable income, rising savings and improving technological infrastructure in order to attain 
spectacular growth in the years to come. The relevance of human resource is evident from the 
likelihood of additional demands for manpower in banks on convergence with the International 
Financial Reporting Standards (Reserve Bank of India, 2011-12). 

Use of incentives and rewards to motivate human capital is not new as a business 
practice. When employees receive appreciation for their work, a factor called norm of reciprocity 
comes into play; such employees reciprocate with a sense of obligation and respond with 
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continued high performance (Wayne et al. 2002) and a higher level of engagement, as per the 
Social Exchange Theory (SET) (Saks 2006). In fact, this obligation dimension is nothing but 
nonnative commitment, which plays a key role in creating a bond between an individual and 
his/her organization (Bergman 2006). Nonnatively committed employees may be motivated to 
the extent that they sacrifice own interests for their employers. Such motivation does not emerge 
from within, but is drawn from external forces; this implies a possible relationship between 
extrinsic motivation and normative commitment (Van den Berg 2011). 

Rewards and recognition have already been established as an antecedent of engagement 
in past research (e.g., Saks 2006; Mohapatra and Sharma 2010; Fairlie 2011; Inoue et al. 2012). 
The purpose of this study is to examine the potential mediating role of engagement between 
rewards and recognition and normative commitment among employees of private banks in India. 
To put in simpler terms, this study makes an attempt to explore whether rewards and recognition 
schemes prevalent in private sector banks play any role in enhancing the level of engagement of 
their employees, and also whether such engagement would eventually generate a feeling of 
intrinsic obligation in employees to be attached to their employers. 

The next two sections respectively feature review of past research on rewards and 
recognition as an antecedent of engagement and the concept of normative commitment. This is 
followed by a section on contribution to research. Thereafter we have elaborated on the research 
plan, results of the study and discussion on findings. The paper concludes with the study 
limitations and scope for further research. 

Rewards and Recognition 

Rewards can control behaviour externally, as they can announce future benefits to those who 
expect them (Bandura 1977). Rewards can increase the likelihood of a behaviour to be repeated 
over time if delivered contingent upon that behaviour (Luthans 2002). Previous research 
(Stajkovic and Luthans 2003) has pointed out that incentive programmes deal with rewards, 
aiming at increasing specific behaviours. Recognition, on the other hand, is an important 
motivator of behaviour beyond any reward being associated with it (Wilches-Alzate 2009). 
However, recognition is not sufficient in itself and must come along with rewards; similarly, 
rewards without recognition would saturate employees with physical items that would gradually 
lose significance (De Lacy 2009). Many employees prefer to be distinctively rewarded and 
recognized for their outstanding performance (Andrew and Sofian 2011). Cook and Dixon 
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(2005) have showed that verbal feedback combined with financial incentives can improve 
perfonnance in services settings. Such instances from existing research direct us to conclude that 
rewards and recognition go hand in hand and complement each other. 

Rewards and Recognition as an Antecedent of Engagement 

Employees are found to vary in their levels of engagement as a function of their perception of 
benefits received from a role (Kahn 1990); they are likely to be engaged at work to the extent 
that they perceive a greater amount of rewards and recognition from their role performance (Saks 
2006). Employees often base their commitment to an organization depending on how much they 
perceive the latter is committed to them (Eisenbenger et al. 1987; Stajkovic and Luthans 1997). 
Rewards and recognition are a means to organizations to demonstrate how valuable employees 
are to them (De Lacy 2009). 

Appropriate rewards and recognition are important for engagement (Maslach et al. 2001). 
In a study covering women managers and professionals of a Turkish bank, Koyuncu et al. (2006) 
found that level of rewards and recognition is an important part of work experience, and that it 
also predicts all the three measures of employee engagement developed by Schaufeli et al. 
(2002), namely vigour, dedication and absorption. In their seminal work linking burnout and 
engagement, Maslach and Leiter (2008) have pointed out that insufficient rewards (whether 
financial, institutional or social) would increase peoples’ vulnerability to burnout. Further, lack 
of recognition from service recipients, colleagues, managers and external stakeholders devalues 
both work and employee and is even closely linked with feelings of inefficacy (Cordes and 
Dougherty 1993; Maslach et al. 2001). 

Rewards and recognition can also be looked upon as outputs against inputs (i.e., time, 
efforts and expertise) that employees give to their work. When such outputs are put to balance, 
they lead to perceptions of equity or inequity, as per equity theory (Walster et al. 1973). Having a 
compensation and benefits package at par with the market, together with the feeling of being 
rewarded reasonably (Koyuncu et al. 2006), treated fairly and appreciated, engages employees at 
work. Review of extant literature prompts us to hypothesize that: 

HI: Rewards and recognition positively influence employee engagement. 

Normative Commitment 

The concept of nonnative commitment as one of the components of organizational commitment 
was given by Meyer and Allen (1991). Often refened to as the obligation dimension, nonnative 
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commitment is suggestive of the fact that employees exhibit certain behaviours solely because 
they believe it to be the right and moral thing to do (Pare and Tremblay 2004). It is employees’ 
internalization of organizational goals and values in such a way that they become committed to 
their organization (Scholl 1981; Allen and Meyer 1990). 

Antecedents of Normative Commitment 

Meyer et al. (2002) are of the opinion that development of normative commitment has received 
less attention, and this is because its hypothesized antecedents (socialization and organizational 
investments) are difficult to measure. They conducted a meta-analysis to identify the 
antecedents, correlates and consequences of organizational commitment in the Three Component 
Model (Meyer and Allen 1991), and have suggested personal characteristics, socialization 
experiences and organizational investments as the antecedents of normative commitment. 

Meyer and Allen (1991) propose that normative commitment may be developed when an 
organization provides an employee with rewards in advance or incurs significant costs in 
providing employment. These authors (1997, p. 61) further suggest that development of 
normative commitment depends on the specific kind of investments that an organization makes 
in its employees, specifically investments that seem to be difficult for employees to reciprocate 
(Scholl 1981; Meyer and Allen 1991), or on the basis of the psychological contract between an 
employee and the organization (Schein 1980; Rousseau 1989). Here psychological contract may 
be understood as engagement of employees with their work or organization. 

Weiner (1982) is of the opinion that normative commitment develops on the basis of the 
collective pressure that individuals feel during their early socialization (from family and culture) 
and during their socialization as newcomers to the organization. Some people are more likely to 
develop commitment towards a particular organization than are others; this proneness is 
determined by the particular configuration of two dimensions of generalized loyalty, i.e., duty 
and value congruency, prior to entry into the organization (Weiner 1982). In a study of the 
potential influence that human resource strategies have on organizational commitment levels, 
Buck and Watson (2002) found that normative commitment had a positive significant correlation 
with job enrichment and a negative significant correlation with general training. 

Randall and Cote (1991) opine that employees perceive an obligation to stay with their 
organization when they realize that the latter has spent either too much time or money in 
developing and training them. These authors consider normative commitment in terms of the 
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moral obligation employees develop after the organization has invested in them. Fair rewards 
and recognition to employees signal that an organization cares about the well-being of its 
employees and is willing to invest in them (Fasolo 1995). Recognition of these investments on 
the part of an organization may lead to an imbalance in the employee-organization relationship; 
this would make employees feel an obligation to reciprocate such investments by committing 
themselves to the organization until the debt has been repaid (Scholl 1981). Within the 
boundaries of the Social Exchange Theory, it is suggested that engaged employees feel an 
intrinsic obligation to be socio-emotionally attached to the source of such engagement, namely, 
their work and employer (Biswas and Bhatnagar 2013). 

More recently, the obligation dimension seems to have subtly changed, hinting at 
reciprocity in exchange for a benefit (Meyer et al. 2002). Social normative pressures that have 
not become internalized may be argued to control and maintain behaviour through linkages with 
rewards (Wiener 1982). It can hence be summarized that moral obligation to remain with the 
organization (i.e., normative commitment) is developed subsequent to engagement of employees, 
which is caused due to the norm of reciprocity on receiving appropriate rewards and recognition. 
On the basis of review of past research we hypothesize that: 

H2: Rewards and recognition are positively related to normative commitment. 

We have designed this study on the premise that rewards and recognition are expected to 
predict both employee engagement and nonnative commitment. It could also be possible that 
engagement predicts normative commitment and also mediates the relationship between rewards 
and recognition and normative commitment. We have framed additional hypotheses to test the 
proposed mediation as: 

H3: Employee engagement is positively related to normative commitment. 

H4: Employee engagement mediates the relationship between rewards and recognition and 
normative commitment. 

Contribution to Literature 

Extant literature (e.g., Saks 2006; Albrecht 2012) is clearly suggestive of the significance of 
employee engagement as a vital construct especially in developing organizational commitment, 
and of the relevance of rewards and recognition in affecting engagement. For example, Kahn 
(1990) suggests that people vary in engagement as a function of their perception of benefits 
received from a role. Further, a sense of return on investment can come from external rewards 
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and recognition in addition to meaningful work. Hence, if employees perceive that they would be 
receiving a greater amount of rewards and recognition for their role performance, they are likely 
to be more engaged at work. However, studies have not particularly mentioned that which type 
of organizational commitment is related to employee engagement. Past research has also tended 
to neglect normative commitment relative to the attention paid to affective commitment, though 
the role of normative commitment might actually be more significant than what was previously 
thought of (Yao and Wang 2006). Further, no research has yet focused on the impact of rewards 
and recognition on normative commitment, with the mediating impact of employee engagement. 
In lines with this gap and the above discussion, we have hypothesized that normative 
commitment is developed by proper rewards and recognition through the mediation of employee 
engagement. 

The model proposed in this study (refer to Figure 1) is basically an extension of the 
antecedents-consequences model (Saks 2006) as it includes the component of nonnative 
commitment. This study hence provides the first empirical test of the established relationship 
between rewards and recognition and employee engagement by introducing nonnative 
commitment as an outcome variable. This is believed to make a fonnidable contribution to the 
existing literature on employee engagement. 

Insert Figure 1 about here 

Method 

Perception of employees working with private banks was decided to be measured by a survey, 
using questionnaire as the tool for data collection. This section provides a description of the 
survey conducted, including pre-test and pilot test and scales used to measure the selected 
constructs. 

Pre-test and Pilot Test 

Pre-test helps to identify any improper term or an inappropriate sequence of questions in a 
questionnaire. A pre-test survey was conducted as a part of this research, in which, copies of the 
questionnaire were sent to 15 employees of various private sector banks. All aspects of the 
questionnaire including instructions and scales were reviewed to ensure its overall 
appropriateness. Re-wording and re-organization of a few items were performed on the basis of 
feedback received. Following the pre-test, a pilot test was conducted on 58 private bank 
employees to ascertain reliability of the survey instrument. 
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Reliability 

Internal consistency is the most commonly used technique to measure reliability and is popularly 
detennined by coefficient alpha or Cronbach’s alpha. Cronbach’s alpha values of all the 
measures used in this study were found to satisfy or nearly satisfy the cut-off of 0.70 
recommended by Nunnally (1978) in the pilot test (see Table 1). 

Insert Table 1 about here 

Survey 

Central zone of banks as per classification of Reserve Rank of India was chosen for this study, 
mainly for the reason of convenience. Head offices of all private ha nk s in this zone were 
contacted explaining the objective and purpose of the study. With an initial note of approval 
from the headquarters of all these banks, the zonal offices were mailed a request to conduct the 
survey, along with a soft version of the questionnaire. Managers of 84 branches of banks replied 
with the permission to conduct the survey in their respective branches. The questionnaire (in 
both hard and soft formats) was distributed to 250 employees of these branches, appended with a 
cover letter mentioning the purpose of the study and affiliation of the researchers. It also assured 
the participants of anonymity and confidentiality. Language of the instrument was English. All 
employees were given sufficient time to complete the survey at work. 

The data collection process took almost two months to complete. Some 174 completed 
questionnaires were personally collected while 23 responses were recorded electronically. Out of 
the former, 21 cases had some missing values and hence had to be removed summarily. This left 
us with a total of 176 questionnaires that were included in the final analysis, thus registering a 
final response rate of 70.4 per cent. The final sample size satisfied the recommendation of Hair 
et. al. (1995) [i.e., item-response ratio should ideally be the five times the number of variables 
(5*27=115)]. 

Measures 

A variety of measures was used in the questionnaire to capture the different aspects being 
studied. The questionnaire was split into four parts. The first part sought information from the 
respondents on their demographic details and work characteristics. The rest of the questionnaire 
had three distinct blocks dedicated to the constructs of employee engagement, normative 
commitment and rewards and recognition. 
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Personal Demographics and Work-Related Information: These questions included age and 
gender in personal demographics and tenure with the bank and level of management as work- 
related information. 

Employee Engagement: The concept of work engagement was used to measure this construct. 
Three aspects of work engagement were measured, namely vigour (a=0.831), dedication 
(a=0.847) and absorption (a= 0.736), using the Utrecht Work Engagement Scale (UWES) 
suggested by Schaufeli et al. (2002). Examples include: “At work I feel bursting with energy” 
(vigour); “I am proud of the work I do” (dedication); and “I am immersed in my work” 
(absorption). All items required participants to respond on a seven-point Likert-type scale, with 
anchors as (0) Never and (6) Always. 

Normative Commitment: Items to measure normative commitment were taken from the scale of 
Allen and Meyer (1990) (a=0.839). A sample item is “I feel a sense of moral obligation to be 
with this bank”. Responses were sought on a five-point Likert-type scale ranging from (1) 
strongly disagree to (5) strongly agree. 

Rewards and Recognition: This construct was measured using a ten-item scale designed by Saks 
(2006). Respondents were requested to indicate the extent to which they receive various 
outcomes for performing their job well, like “A pay raise”, “A promotion” , etc. with anchors (1) 
to a small extent and (5) to a large extent. 

Results 

Demographic Profile of Respondents 

About 75 per cent of those who had participated in the survey were males. In terms of level of 
management, majority (52 per cent) represented middle management, followed by those in junior 
level (40 per cent). Most (about 61 per cent) of the respondents were less than 30 years old, with 
the next highest representation being 34 per cent in the age group of 30 to 45 years. Composition 
of respondents in tenns of length of service with their respective banks reflected that only about 
16 per cent have stayed with their banks for more than six years, while 38 per cent have been 
with their corresponding employers for a period of one to three years. 

Descriptive Statistics and Correlation 

Table 2 presents descriptive statistics (mean, standard deviation, skewness and correlations) of 
each construct. Significant correlation is found between normative commitment and work 
engagement (0.673 at p<0.01). Rewards and recognition is found to be significantly correlated to 
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the constructs employee engagement and normative commitment (0.522 at p<0.01 and 0.571 at 
p<0.01 respectively). 

Mediating Effect of Engagement 

Results of regression have been analyzed in lines with the four conditions of mediation laid 
down by Baron and Kenny (1986). First, there should be a significant relationship between the 
independent variable (here rewards and recognition ) and the dependent variable (here normative 
commitment) (c path; total effect). Second, the independent variable (s) (here rewards and 
recognition) must be related to the mediator (here employee engagement) (a path). Third, the 
mediator must be related to the dependent variable(s) (here normative commitment) (b path). 
Fourth, a significant relationship between the independent variable(s) and dependent variable(s) 
(c’ path) would either be reduced (partial mediation) or no longer be significant (full mediation) 
on controlling the mediator. Further ‘total effect’ is the sum of direct and mediation effects (i.e., 
c = c' + ab). 

A few potential shortcomings have been identified in this approach by some 
methodologists (MacKinnon et ah, 2002). It has been recommended that mediation analysis 
should also be based on a formal significance test of the indirect effect ‘ab’ (i.e. product of a and 
b paths) (Preacher and Hayes, 2004), for which the Sobel test (1982) has been quite popular. 
Although this test is based on the assumption that the indirect effect ‘ab’ is normally distributed, 
in reality ‘ab’ is not normally distributed, despite the distribution of variables forming the 
product ‘ab’ being normal (Edwards and Lambert, 2007). 

An alternative approach of testing this indirect effect is “to bootstrap the sampling 
distribution of ab and derive a confidence interval with the empirically derived bootstrapped 
sampling distribution. Bootstrapping is a nonparametric approach to effect-size estimation and 
hypothesis testing that makes no assumptions about the shape of the distributions of the variables 
or the sampling distribution of the statistic” (e.g., Efron and Tibshirani, 1993; Mooney and 
Duval, 1993 cited from Preacher and Hayes, 2004, pp. 721-722). “This approach generates 
bootstrapped confidence intervals that help to avoid power problems introduced by non-nonnal 
sampling distributions of the indirect effect” (MacKinnon et ah, 2004; Shrout and Bolger, 2002 
cited from Cole et al. 2008, p. 950). Hence we have used SPSS macro developed by Preacher 
and Hayes (2004) to test our mediation model. SPSS macro provides analysis following the steps 
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recommended by Baron and Kenny (1986), along with estimation of the indirect effect of ‘ab’ 
with both bootstrapping (i.e., non-parametric tests) and Sobel test. 


Insert Table 3 about here 

Figures in Table 3 show that the variable rewards and recognition has a positive and 
significant effect on normative commitment, indicated by the significant unstandardized 
regression coefficients (c path: B=0.2658, SE=0.0527, t=5.0462, p<.001). This supports the first 
condition of mediation and H2 (total effect). Next, the condition of mediation and HI are 
supported by the positive and significant effect of rewards and recognition on employee 
engagement (a path: B=0.3081, SE=0.0686, t=4.4897, p<.001). Positive and significant effect of 
employee engagement on normative commitment on controlling rewards and recognition is also 
confirmed (b path: B=0.4814, SE=0.0455, t=10.5898, p<.001); Hence the third condition of 
mediation and H3 are supported. Finally, the direct effect of rewards and recognition on 
normative commitment controlling employee engagement was positive and significant (c' path: 
B=0.057, SE=0.058, t=0.9708, p<.05). It is observed that the relationship between rewards and 
recognition and normative commitment has become smaller after controlling employee 
engagement, which implies partial mediation by employee engagement between rewards and 
recognition and normative commitment. On this basis, it is concluded that Hypothesis 4 has 
found partial support. 

The formal two-tailed significance test (based on the assumption of a nonnal distribution) 
reflects significant indirect effect (Sobel z = 0.1483, p< 0.001). The indirect effect of rewards 
and recognition on normative commitment was found positive (0.1483) and significant. A 
bootstrap result on 95 per cent confidence interval does not include zero (LLCI=0.0853, 
ULCI=0.2498). Hence bootstrap results have also substantiated Sobel test. 

Discussion 

The purpose of this study was to test a proposed model explaining the relationship between 
employee engagement, normative commitment and rewards and recognition. Results lead to 
some interesting implications which have been presented in this section. 

Rewards and recognition as a construct has been found to be a strong predictor of 
employee engagement, though it is a stronger predictor of normative commitment. Normative 
commitment is developed as a function of cultural and organizational socialization. Benefits 
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received from an organization activate a need to reciprocate (Scholl 1981; Wiener 1982). As per 
Meyer et al. (2004), employees perceive strong normative commitment if they feel valued by 
rewarding jobs. Organizations may thus design their rewards systems and recognition schemes in 
such a way that employees feel valued and hence perceive a moral obligation to stay with their 
employer and perfonn par excellence. 

The present study has supported the proposition that private bank employees experience 
engagement on receiving rewards and recognition from their employers, hence demonstrating 
normative commitment. Findings also substantiate earlier research outcomes that organizational 
rewards (e.g., financial incentives and promotion opportunities) are strong motivators in context 
of private sector (Houston 2000; Jurkiewicz et al. 1998). Similarly, a vast majority of researchers 
emphasize that need for recognition is felt by a substantial portion of the workforce, regardless of 
status or profession (Saunderson 2004). Our research has contributed to literature by linking both 
rewards and recognition as a single construct with nonnative commitment via employee 
engagement. 

As private sector is characterized by a highly competitive environment and lack of 
stability and security, such employment conditions are likely to result in disengagement of 
employees and their lesser commitment. In this regard, fulfillment of employees’ need to work in 
an environment enriched with rewards and recognition is likely to lead to positive results such as 
engagement and nonnative commitment. Private sector organizations have greater flexibility in 
designing their rewards and recognition programmes. Hence they should utilize rewards and 
recognition as a tool to gain the benefits of having engaged and committed employees. 

Findings of our study can be applied strategically to increase employee engagement. 
Corporate level human resource of private sector banks must explore what all rewards are 
derived by their employees and are likely to enhance their sense of obligation. However, it must 
be understood that not all rewards are equally effective in motivating all employees. For some, 
extrinsic rewards may be vital, while for some others, intrinsic rewards are more important. As 
pointed out by Cropanzano and Mitchell (2005), managers should understand that employee 
engagement is a long-term and on-going process that requires continued interactions over time to 
generate obligations and also a state of reciprocal interdependence (Saks 2006). Rewards and 
recognition programmes of private ba nk s must hence be subject to constant monitoring and 
innovative changes towards increasing moral obligation of their workforce. 
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Limitations of the Study and Scope for Further Research 

Our study was restricted to evaluating engagement levels of employees in various private sector 
ha nk s in India. Further interesting inferences could be drawn by a comparative analysis between 
private and public sector ba nk employees, especially in light of the fact that public sector banks 
are relatively lagging in designing attractive rewards and recognition schemes. Further, a bigger 
sample size covering pan-India branches could obviously yield to generalization of findings. 

The proportion of female employees who had participated in the survey was much less. 
More representation of women in the sample could bring to light whether rewards and 
recognition affect women employees in increasing their engagement level and hence their 
normative commitment, vis-a-vis their male counterparts. This becomes more pertinent in view 
of the fact that Indian women have to shoulder family responsibilities to a great extent, in spite of 
being in employment. With the recent inception of the Bharatiya Mahila Bank, a public sector 
bank run majorly by women, this study can be replicated on employees of this bank to check the 
findings. 

There are several other antecedents of engagement in the model by Saks (2006), like job 
characteristics, organizational support and perceived justice. The mediating role of employee 
engagement with normative commitment as the outcome variable can be explored for these 
constructs as well. For example, would enriching the job itself affect engagement level of 
employees, with enhanced normative commitment as the consequence? Buck and Watson (2002) 
have already established a positive relationship between normative commitment and job 
enrichment. Can this be extended to include mediation by employee engagement? Such avenues, 
if taken, are expected to expand the domains of engagement literature. 
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Table 1: Reliability of Measures 


Variable 

Cronbach’s Alpha Value 

Employee Engagement 

0.919 

Normative Commitment 

0.712 

Rewards and Recognition 

0.693 


Table 2: Means, Standard Deviations, Skewness and Correlations of the Measures 


S. 

No. 

Variables 

Mean 

SD 

Skewness 

1 

2 

3 

1 

Employee Engagement 

3.7990 

0.65539 

-0.267 




2 

Normative Commitment 

3.7779 

0.69166 

-0.561 

0.655* 



3 

Rewards and Recognition 

3.9308 

0.78094 

2.247 

0.501* 

0.571* 



Table 3: Testing of Medial 


ion Hypothesis 


Variable 

B 

SE 

t 

P 

LLCI 

ULCI 

Rewards and Recognition 
regressed on Normative 
Commitment (c path): Total 
effect 

0.2658 

0.0527 

5.0462 

0.0000 

0.1618 

0.3697 

Rewards and Recognition 
regressed on Employee 
Engagement (a path) 

0.3081 

0.0686 

4.4897 

0.0000 

0.1726 

0.4435 

Employee Engagement 

regressed on Normative 
Commitment, controlling for 
Rewards and Recognition (b 
path) 

0.4814 

0.0455 

10.5898 

0.0000 

0.3917 

0.5711 

Rewards and Recognition 
regressed on Normative 
Commitment controlling for 
Employee Engagement 

(c'path): Direct effect 

0.1175 

0.0435 

2.7031 

0.0076 

0.0317 

0.2033 

Indirect Effect of Rewards and Recognition on Normative Commitment (Bootstrap) 

Value 

Boot SE 

Boot LLCI 

Boot ULCI 

0.1483 

0.0430 

0.0853 

0.2498 

Normal Theory Tests for Indirect Effect (Sobel Test) 

Effect 

SE 

z 

P 

0.1483 

0.0360 

4.1180 

0.0000 


(Source: Hayes (2004)) 

Bootstrap sample size =5000, LLCI: Lower Limit Confidence Interval, ULCI: Upper Limit 
Confidence Interval SE: Standard Error 
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Figure 1: Proposed Model of Employee Engagement 
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